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Kharis Media to Host

Spiritpreneurship
Summit 2015

Time to

Re-strategize
2015 has started and expectations are high. Targets have been set and
both employers and employees are ready to make a bigger difference in
the attainment of these targets as compared to the previous year.
If you are reading this edition of the HR Focus magazine then it means
you are already in your third month of the year. The question is, “how
have you fared so far?” Are you making headway or is it the same old
excuse? Of course, it has become quite challenging to do business in
Ghana especially if it’s a start up considering the economically turbulent
times the country is facing, not to talk of the power outages that is
putting most companies out of business and leaving a large number of
the population unemployed.
This notwithstanding, the business must still make profit therefore, you
should look at what works, what doesn’t and what needs to be fixed. It
is time to re-strategize!

In this edition of the HR Focus magazine, we help you with your workforce
planning efforts on the theme “Workforce Planning and Sustainability.”
For our special feature, we spotlight MTN and congratulate them on
their Investing in People certification. Our news section is filled with
information across the world that is very relevant to the HR professional
and the business-minded individual. In the HR mélange, we give you
tips on health and finance that will give you the grounding you need
for 2015.
Do visit our website: www.hrfocusmagazine.com to read our past
editions and our HR blog. You are welcome to share your views and get
interactive with us on our Facebook (HR Focus Magazine) and twitter
pages (@HRFocusMag).
Enjoy!

“Re-strategizing” is the idea that strategy should be flexible, and should
adapt to changing contexts. First of all, you should look at the root
of the problem. Maybe you need to divert more resources to your
marketing department, or spend more time focusing on building client
relationships. The key is to maintain business strategies that work to your
advantage and make significant overhauls to tactics that have proven
to be ineffective. About re-strategizing, if you have not considered
workforce planning at all this year, the time is now.

T

he annual gathering of Christian
Entrepreneurs and Business Leaders
for
networking
and
learning,
Spiritpreneurship, has been scheduled for
Saturday, March 28, 2015 at 9:00am at the
Holiday Inn Airport Hotel, Accra.
This year’s event dubbed, “Kingdom Secrets to
Perpetual Wealth,” will assemble chief executive
officers, managing directors, politicians,
business professionals, aspiring entrepreneurs,
enterprising young leaders, ministers of the
gospel, as well as individuals who sense the
calling of God to go into the field of business
and entrepreneurship.
Dr. Randy Osae Bediako, CEO of Kharis Group
and Founder/Host of the Spiritpreneurship
Summit, reveals that the idea behind the annual
event is to serve as a catalyst for marketplace
revival and to encourage Christian excellence
in character and work that will lead to exalting
Christ in the marketplace. “Spiritpreneurship

embodies synthesizing spirituality with the art
of creating wealth. If you are Christian, every
aspect of your life should be rendered as
worship to God,” he said.
Confirmed speakers for the event include
Dr. Daniel Ogbarmey Tetteh, Head of Asset
Management, Databank Group; Dr. Joyce R.
Aryee, CEO, Salt & Light Ministries; Bishop
Gideon Titi-Ofei, CEO, Almond Institute and The
Pleasant Place; Mr. George Kojo Addison, MD,
StarLife Assurance Company; Mr. Samuel SakyiHyde, CEO, Unicredit Ghana; Mr. Kojo Addae
Mensah, CEO, Databank Group; Mr. William
Ato Essien, Founder, First Capital Plus Bank; Mr.
Kojo Ohene-Kyei, Founder & CEO, IFS Financial
Services; Mrs. Dzigbordi Dosoo, Founder and
CEO, Allure Africa, and Mr. Stephen Ato Eshun,
General Manager, Sunny FM.

Ltd, Omega Capital, IFS Financial Services, and
Centrifuj. The summit is also being supported
by Holiday Inn Airport Hotel, Business Day,
Business Finder, Business & Financial Times, HR
Focus Magazine (L’AINE Services Ltd), Effusion
Africa, Kharis Magazine, Viasat 1, PrettyCutty
Productions, 4Heem Apparel, TV Africa,
Precious TV, TV 3, Footprint TV, EC 12:1 TV, DDP
Outdoor Ltd, Team1000Words, Citi FM, Star
FM, Sweet Melodies FM, Sunny FM and Cross
Walk Modelling Agency.
Spiritpreneurship Summit 2015 is organized by
Kharis Media Ltd (a division of kharis Group),
Publishers of Kharis Magazine, Ghana’s Best
Christian Magazine.

Sponsors for Spiritpreneurship 2015 include
Databank Group, StarLife Assurance Company,
The Coca -Cola Company, UniCredit Ghana

‘Extreme Transparency’ A Major
Organisational Trend In 2015

E

xtreme
transparency’
a
organisational trend in 2015

major

The rise in social sharing and e-commerce
will force organisations to become more
transparent in 2015, according to a workplace
report.
Sodexo’s 2015 Workplace Trends Report
highlights public accountability, and the
pressure on companies to act transparently as
something organisations need to address in
2015.
This “extreme transparency” means the role

| www.hrfocusmagazine.com
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of corporate reputation management will
become more important. The report predicts
the rise of “constant real-time reputation
management.”
Sodexo’s Chief Operating Officer for North
America, Michael Norris, said one person is
increasingly able to influence a company’s
reputation, impacting on the experience of
employees and managers.
He said, “When workers and customers can
instantly share their opinions of a company
with thousands of people, concerns such as
morale, transparency and fairness become an

integral part of how businesses manage their
reputations.
Other trends the report identifies for 2015
are the increasing use of mindfulness in the
workplace, and the rise of ‘airport cities;’ where
airports become magnets for jobs and drive
regional economic development.

Source: www.hrmagazine.co.uk
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Employees Give
Reasons For Job Satisfaction

A

survey report released by TINY pulse
has revealed that employees in the
Construction, Consumer products and
services, Technology and Software, Media
and Entertainment, and Hospitality industry,
among others, are the happiest
The report surveyed more than 30,000
employees from more than 500 companies on
their overall job satisfaction.
According to the report, there are two
major factors driving workplace happiness:
Satisfaction with peers and colleagues, and
satisfaction with the nature of one’s individual
projects. Other variables included work
environment and quality of management
teams.
David Niu, Founder and CEO of TINYpulse
said, “These findings are remarkable because
they show me that any leader, no matter the

industry that they are in, has the power to
make workplace changes to materially impact
job satisfaction.”
Some reasons given for satisfaction at the
work place was, “I work with great people,” “I’m
excited about my work and projects,” “I enjoy
positive work environments,” “I feel recognised
and appreciated,” “I am tasked with a variety
of projects.” Others cited autonomy and
freedom, respectful management and growth
in company as their reasons for being happy
at work.

Companies are advised to figure out which
responsibilities employees love and which are
bringing them down and either make changes
to their assignments or wait for a better job to
open up in the company. With this, employees
will get the professional growth they are
seeking, and the company gets to keep its
rock-star employees. It’s a win-win.
Source: www.entrepreneur.com

A

report released by the Boston Consulting
Group (BCG) and the World Federation
of People Management Associations
(WFPMA) has indicated that companies with
strong people management capabilities such
as talent and leadership management and
HR strategy and data-driven insights show
significantly better financial performance than
companies that are weaker in those areas.

A Harvard Business Review has found that
low-level employee engagement within
companies can result in a 33 percent drop in
operating income and an average decrease in
earnings growth of 11 percent.

The report titled How to Set Up Great HR
Functions: Connect, Prioritize, Impact,
segregated the top 100 and bottom 100
companies according to financial performance,
as measured by average operating margins and
average revenue changes during 2012-2013.

Businesses Losing
Hard Earned Money
To Power Outages

A

ccording to a research conducted by
Databank Financial Services Ltd, the
power outages compelled companies
to incur unplanned operating costs of about
US$62 million per month or US$744 million
per annum due to the use of privately acquired
generators.
The recent unpredictable power supply in the
country is continually pushing the cost of doing
business further up and subjecting domestic
consumers to live with the discomfort of the
power outages and its attendant effect on the
prices of goods and services.
President of the Association of Ghana
Industries (AGI), James Asare-Agyei, in an
interview said, “The continuous power outages

have brought a lot of costs in respect of
machine failure, workers going idle or being
laid off and other challenges which must be
resolved this year.” He said government should
look for a medium- to long-term solution to
the energy crisis so that “we come out of this
yearly cyclical load shedding phenomenon
which is not helping industry.”
Speaking to a small scale business owner, she
said, “The power outages are really affecting my
business. Because I cannot afford a generator,
I have to lock up my shop whenever the lights
go off and go home. This is really making me
lose a lot of money and customers.”

Strong HR Functions Critical To
Organisational Performance

According to the report, strategic investment
is one possible explanation for the superior
HR achievement of high performers. High
performing companies are “more strategic in

like Newmont Ghana, Tema Chemical Ltd,
Blue Skies Products (Ghana) Ltd, Super Paper
Products Ltd, and Anglogold Ashanti for
laying off employees and/or shutting down
completely.
It has also been observed that some
employees go to work with their shirts and
dresses crumpled and in this situation, HR has
very little to say.

organisation’s strategic decisions are more likely
to play a strategic role in those organisations.

“HR functions that use people-related KPIs
and steering tools to measure areas such as
workforce productivity and personnel costs,
The areas of greatest difference between high and then analyze and communicate the results
performing and low-performing companies throughout the organisation, have a greater
were found in HR internationalization, strategic role in the organization,”the report said.
employee engagement, career models and In many organisations, the HR function is
competencies, and behaviour and culture. perceived as not meeting the expectations of its
High and low-performing companies also internal clients. “To address this misalignment,
have different priorities in terms of future HR departments must better align with
¬importance, with global HR, workforce business units throughout the enterprise,
analytics, recruiting strategy, and career models to increase the impact of HR and generate
and competencies significantly more important stronger business performance,” the report said.
to high performers than low per¬formers.
These findings led BCG to conclude that“great HR
The survey results also found that data- functions are critical differentiators that separate
driven, analytical HR departments that can high-performing companies from the rest.”
quantitatively demonstrate supporting the

Organisations Utilising
Change Agents More

O

rganisations are utilising agents of
change more often than ever, with
the number of change management
leaders doubling in the past four years,
according to the Change Management
Institute (CMI) 2014 Employment Study.
When recruiting for managers to oversee
these changes, experts advise that companies
should look for change agents with experience
in the company’s field.

Analysts have also pointed at the erratic power
supply as being the root cause for companies
| www.hrfocusmagazine.com

the way they allocate their efforts; they take a
systematic approach to improving capabilities;
they are able to accurately distinguish highpriority topics from lower priorities; and they
can then direct their resources accordingly.”

www.hrfocusmagazine.com |

On the subject, Dr. Elizabeth Short, Senior
Change Manager and Portfolio of Change Lead
at Westpac Institutional Bank says, “I often end
up pulling people in from the business. “These
are projects for the business and these people
understand the business; they know all the
people. All they needed to do is learn how to
manage change and all the steps involved.
In the financial world, where I currently am,
knowing the business is a blessing because
it’s a complex world. By and large, you prefer
someone with that experience.”

The study also outlined the ability to write
well and engage stakeholders; impressive
presentation skills, especially when trying
to persuade senior managers; willingness to
listen and perceive any possible reasons for
resistance; time management skills; some L&D
knowledge to facilitate communication and
employee training as other traits that make an
exceptional change agent.
Source: www.hcamag.com
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By Dorothy Owusu

“If you ask most business people to identify their ‘customers’ or ‘clients,’ 99% will inevitably point to the folks spending money to purchase their
products or services. Those are the ‘external customers. ’ Most will not identify their own colleagues and coworkers as customers.”
- Keren Peters-Atkinson, CMO, Madison Commercial Real Estate Service

T

his quote reminds me of the parable of
the prodigal son, where the father was so
busy waiting on the son that left home
that he did not pay much attention to the one
at home. But what he forgot was that while
the reckless son was away, this other son was
working tirelessly to keep his father’s estate
intact. When the prodigal son returned after
squandering his fortune, the father made a
feast for him. Not fair, you would agree right?
But this is exactly how most organisations treat
their employees (internal customers).
The question here is if the good son had not
stayed at home and given his all, will the
wayward son have had anything to come
home to? Well, I will leave you to answer that.
What every organisation needs to know is
that your first point of call when it comes to
delivering excellent customer service is your
internal customer. If your internal customer is
well taken care of, it helps “cut costs, increase
productivity, improve interdepartmental
communication and cooperation, boost
employee morale, help align goals,
harmonize processes and procedures,
replace interdepartmental competition with
cooperation” – Keren Peters-Atkinson.
That being said, organisations need to know
how to manage their internal customers very
well in order to achieve objectives and goals.
How can this be done? Here are a couple of
strategies to adopt.

www.hrfocusmagazine.com |

1. Boost Communication

3. Be Courteous and Reasonable

You can develop your internal customer
service through effective communication.
There should be processes and procedures
that all departments in the organisation
adhere to. As an organisation, you must
attend to the needs of the internal customer
as quickly as you would the external customer.
If for some reasons you cannot do that, make
sure you give feedback. This way, expectations
are managed and employees feel heard and
understood.

If you will be reasonable with external
customers when they are raging just so you
can keep them interested in your services
in the future, you should extend that same
courtesy to the internal customer. Show them
the same care and attention you would the
external customers.

2.There should Departmental
Collaboration
Departments
in
every
organisation
need to know that their success depend
on departmental collaboration. Most
organisations have departments that bring in
more revenue than others. There is a tendency
for the “cash cows” to think they are more
important than others. If the pomposity is not
checked, it will weaken the support functions
which will inevitably destroy whatever success
the organisation has chalked over the years.
To build affirmative internal customer service,
the contribution of all departments should be
valued. Departments should be encouraged
to collaborate with each other to achieve the
common goals of the organisation. This makes
the internal customer feel respected and
appreciated.

4. Be Reliable
Do not be nice to the internal customer
only when you need something from them.
Let consistency be the hallmark of the
organisation. When an internal customer walks
to your desk, he should know that whatever
he is about to ask of you will be considered
and where it cannot be granted, appropriate
feedback given. Being reliable also means
delivering on your promise.
A company that does not take very good care
of its internal customers is like a person who
harvests his intestines and replaces it with
leaves. If your external customers applaud
you for your excellent customer services and
your internal customers boo you for high
handedness, then you are no doubt a failure.

Cover Story HR Focus Magazine
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CEO and Executive Team

Ghana

is IiP Accredited

MTN Ghana, in its quest to further solidify its
commitment to adhere to the best people
management standards, in September 2014,
received the prestigious Investors in People
(IiP) accreditation, making it the first company
in Ghana to receive such an accreditation.
Amma Benneh-Amponsah, HR Executive of
MTN Ghana, gives more insight…

following: strategy, learning and development,
people management practices, leadership and
management effectiveness, recognition and
reward, performance management, actions for
continuous improvement, people innovation,
effective consultation, a culture that drives
inclusiveness and the entire ecosystem of
stakeholder involvements and long term
sustainability.

Congratulations! What was the IiP
motivation?
Investors in People (IiP) is a worldwide
accreditation
that
recognizes
high
performance through people. Our business is
about service and service is effected through
people. We perform through people, and the
motivation for going through the exercise is
not just for the prestigious accreditation but
mainly to benchmark how effectively our
people practices compare with world class
standards, which is the true mark of excellence.

The key word is “consistency” in the employee’s
experience regardless of where you sit in the
organisation, and the appreciation of the endto-end mission, vision and strategic themes
of the organisation. You only get accredited
when the randomly and independently
selected interviewees by IiP UK give consistent
responses.

What does the IiP Accreditation mean to
you?
The IiP accreditation means a lot to us because
it is an independent and objective confirmation
that HR professionals optimize organisational
performance by championing best practices in
people management. Most measures available
to quantify the value of human capital still
do have some element of subjectivity; the IiP
process provides an independent indication of
how human capital equips organisations with
the tools to succeed.

MTN Ghana is heavily unionized and our Union
Leadership were automatic interviewees. A
big focus of the assessors was how we adopted
social partnerships in our ways of working.

What was the process like?
The process was pretty rigorous. A percentage
of employees (minimum of 10%) and the
leadership of MTN were interviewed over a five
day period by IiP International Assesors from
the United Kingdom to check the consistency
in feedback on how MTN Ghana drives the

In addition, there is the requirement to show
evidence of all your initiatives in the areas
being assessed.

Were there any nervous moments?
Sure there was. MTN is forever evolving
and transforming our operating models for
sustainability. We went into the accreditation
at a time when three major change initiatives
were being effected concurrently. All three had
major workforce transition and organisational
implications for us as a business. This definitely
caused some concern for us with regard to
employee objectivity however, the results
proved that we had at least done a good job
at managing the change and its implications
thereof. This also gave the organisation and
leadership confidence in the possible negative
impact of change on productivity experienced

MTN Ghana HR Team

by almost 66% of organisational change that
take place: If what we read about change in
text books is anything to believe.
What Next?
Being the first organisation in Ghana to
receive this accreditation is very fulfilling but
does come with a lot of responsibility. Global
best people management practices require
maintenance, innovation and continuous
improvement. Anytime we see our new logo
with the Investors in People accreditation,
we are reminded of the work ahead and the
commitment required from leadership, the HR
team and all employees across the business.
Our staff are convinced they work in a great
organisation where our people are at the heart
of all our business results and achievement.
This IiP accreditation validates MTN’s continued
focus on embedding excellence in our people
management practices. To have received this
accreditation after the very first assessment is
extremely gratifying, as we have continuously
worked hard to build an empowered team
that positively and productively impacts our
entire ecosystem, including our community.
This award gives us even greater motivation to
do more to bring out the best in all MTN Ghana
employees.
What will you say to the wider HR
Community?
We are fortunate to be operating in an
era where our value as HR Professionals is
appreciated and quantifiable. Let’s make the
most out of it as business leaders at the heart
of organisational stability, productivity and
sustainability.

| www.hrfocusmagazine.com

A selection of MTN Ghana IiP Interviewees

“

This IiP accreditation validates MTN’s continued focus on embedding excellence in our
people management practices. To have received this accreditation after the very first
assessment is extremely gratifying, as we have continuously worked hard to build an
empowered team that positively and productively impacts our entire ecosystem including
our community. This award gives us even greater motivation to do more to bring out the
best in all MTN Ghana employees.
Amma Benneh-Amponsah
HUMAN RESOURCE EXECUTIVE, MTN GHANA

www.hrfocusmagazine.com |
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EmployeeTransfer:
Blessing or

Curse

OMAN FOFOR
Technology For A New Generation
Dr. Pascal Brenya

M

ost often than not, the transfer of an
employee, even with genuine reasons
and good justifications, may not go down
well with the employee. “Why me?” ”This is
preposterous!” “This is pure greed, nepotism,
vindictiveness and power-play.”“Discrimination
and an act of sabotage!” These are but some of
the comments people make.
In general, human nature resists change,
uncertainty and fear of the unknown. This
uncomfortable process has rendered some
employees jobless, stressed, frustrated,
confused and divorced: some have even died.
In spite of the many adverse effects of employee
transfer, there have been breathtaking success
stories. Who knows? You could simply be the
answer! You could be more impactful and
leave a lasting legacy elsewhere!
“The very stone the builder rejected”
Have you been transferred before? In the
process of being transferred? Or anticipating
a transfer?
In this first part of the article,” Employee
Transfer –Blessing or a Curse?” we will cover
areas including the meaning employee
transfer and its purpose, types of transfer, and
the importance of employee transfers.
Employee Transfers And Purpose
A transfer is a horizontal or lateral movement
of an employee from one job, section,
department, shift, plant or position to
another at the same or another place where
his salary, status and responsibility remain
the same. Transfer may be initiated either by
the company or the employee. It also can be
temporary or permanent.
Transfers are generally carried out to build up
a more satisfactory work team and to achieve
the following purposes;

•
•
•
•
•
•
•
•

To increase the effectiveness of the
organisation
To increase versatility and competence of
key positions
To deal with fluctuations in work
requirements
To correct incompatibilities in employee
relations
To correct erroneous placement
To relieve monotony
To adjust workforce
To punish employees (Generally in
government organisations, employees
who commit mistakes or malfeasance will
be treated with transfer to another place
where he cannot act according to his
wish or misuse his job position)

Types Of Transfers
Employee transfers may be classified as below.
a) Production transfers: Such transfers are
made to meet the company’s requirements.
The surplus employees in one department
who are efficient might be absorbed in other
places where there are requirements. Such
transfers help to stabilise employment.
b) Replacement transfers: This takes place to
replace a new employee who has been in the
organisation for a long time, thereby giving
some relief to an old employee from the heavy
pressure of work.
c) Versatility transfers: It is also known as
rotation. It is done to develop all-round
employees by moving them from one job to
another. It also helps to reduce boredom and
monotony.
d) Personnel or remedial transfers: Such a
transfer is made to rectify mistakes in selection
and placement. As a follow up, the wrongly
placed employee is transferred to a more

suitable job.
e) Shift transfers: This is pretty common where
there is more than one shift and when there is
regularised rotation.
Employees may be transferred for the following
reasons...
1. To avoid favouritism and nepotism
2. To avoid gaining capacity of influencing
and egocentrism
3. To avoid monotony in the work of an
employee.
4. Makes an employee accountable to his/
her seat, so as not to find mistake by his
successor.
5. Prevents excess dependency on
a particular employee, which may
otherwise affect the purpose of hierarchy
and control over subordinates.
6. To create transparency among the
employees and their work.
7. To maintain healthy relationships
between all the staff members, to retain
a harmonious environment and avoid
unnecessary disputes.
Part two (2) of this topic will cover drawbacks
from employee transfers, good transfer
policies for employers, and testimonies from
transferred employees.

nature resists change,
“ human
uncertainty and fear of the
unknown
”

O

man Fofor Trading Company Limited
represents a brand that prides itself
in offering world class brand s and
deals directly with the manufacturers of these
brands. Oman Fofor is the Sole and accredited
representative of Canon Business Imaging
Group (BIG)range of products and the range
of Canon Consumer Imaging Group(CIG)
products.
Oman Fofor also represents the following
brands: Acer, Symantec Antivirus, Microsoft,
APC, (UPS). Oman Fofor is positioned to provide
you with the equipment that would satisfy the
smallest details of your business regardless of
the industry of office environment to which
you belong and to ensure that you make the
best choice for your investments.
We also have on offer comprehensive and
preventive Service Agreement packages with
special discounts on parts and repairs
Printers / Multifunctional Printers
Whether you need professional black and
white laser or inkjet printing or full colour
laser or inkjet output , we have the model that
meets you exact needs . One compact unit
delivers high- speed , high- quality laser and
inkjet printing copying and color scanning ,
network printing or even complete colour
output. Each provides high performance and
ease of use – for home, offices, small and
medium – sized business or corporate use.
Photocopiers
The image RUNNER ADVANCE Series
transforms workflow from a series of individual
processes to an integrated flow of share
information. Experience the extraordinary
PRODUCT PARTNERS:

CEO,
Focus Central Ghana Ltd.
Technology for a New Generation

| www.hrfocusmagazine.com

Accra
Japan Motors Premises
Graphic Road
Tel: +233 302 682240-2
Mod: 0244 310015/ 0244 310028
Website: www.omanfofor.com
Email: info@omanfofor.com

www.hrfocusmagazine.com |

standards of quality, security, and performance
that can drive your organization to new levels
of productivity. From every point of view, it’s
simply advanced equipment configured to
meet your most minimal and maximum need.

•
•

Large Format Printers
Now all companies can enjoy the benefits of
large format technology- without out sourcing.
Canon’s easy to use devices allow you to
effortlessly create Large Format posters, sales
graphs and project plan – from a dependable
device in your own office

•

High Speed Document Scanners
To make the most of today’s powerful business
applications an organization needs to convert
its paper –based information to digital files. Our
broad range of high speed , high performance
document scanners combined with efficient
and less time-consuming , empowering your
organization to save money , time and space
through the digital distribution , storage and
access of information
Digital Interchangeable Lens Camera
Go further with EOS – the world ‘s most
comprehensive system of digital SLRs,
interchangeable lenses and accessories ;
proven by professionals in the field, favoured
by photographers everywhere.
Solutions
Oman Fofor offers holistic software solutions
along with its industry leading solution
partners for different industry verticals:
Education:
•
Classroom Management solutions ability to instruct and visually/audibly
monitor, interact with students

•
•

Learning Management Systems
Digital multimedia content for schools
and colleges
Document Management:
Document Management and Security control and maximize cost of investment
Document Digitization and Archival
solutions - digitize/archive existing paper
documents and encourage handling
of data in the digital format through
workflow management systems

Networking And Security
We provide extensive networking and security
solutions for our clients, right from network
configuration and security set up to LAN/WAN
network implementation and support
Miscellaneous & Customized Solution
Packages:
•
ERP
•
IT Asset Management
•
Remote desktop
After Sales Support
Our comprehensive after sales technical
support is designed to give you total
peace of mind in managing your fleet if
devices. Customer is key and we ensure the
expectations of our clients are exceeded at all
times by offering tailor made services to suit
every need.
Our People
With a team of engineers trained by canon,
well trained technicians in various IT fields, and
experts in the field of marketing and customer
relationship management, you can be assured
of value. Our main focus is to serve and serve
you well.

SOLUTION PARTNERS:
Airport
Silver Star Towers Premises
Email: salesbiz@omanfofor.com
Mob: 0244 310050

Kumasi
Japan Motors Premises
Prempeh 1 Street-Adum
Tel: 0322 037325
Fax: 0322 029820
Email: Kumasi-sales@omanfofor.com

Takoradi
Japan motors Premises
Windy Ridge Road, opp. Mantrac
Tel: 0312 031110/ 0312 032471
Mob: 0244 310039
Email: sales-tdi@omanfofor.com
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4. Implement, monitor and evaluate
Draw up an action plan, set timelines and
priorities along with the required resources.
Explicate communication plans that would
inform all concerned parties of the imminent
changes, the need for them, expected
improvements and the role that everyone is
expected to play.

T

alent Management, retention plans and
mobility. Ask any CEO and these are some
of the top areas that they constantly try
to manage among their workforce. Just as
every successful project requires a certain level
of planning, so does every organisation and
the constituting workforce. This is the purpose
of workforce planning. Skills, experiences and
future aspirations of employees vary widely
and need to be taken into consideration
along with organisational strategy. Workforce
planning is a particularly unique part of
business forecasting as it involves the most
dynamic element – people.

Communication plans are vital to the successful
implementation of any project. Information
should be shared at the right time and in the
right language using the appropriate channels.
Review policies to reflect the changes made
and standardise them across all departments
or geographical regions.

It forms the core of human resource
management and is an essential tool for
ensuring that organisational objectives are
met with the right people performing the
right jobs at the most constructive time. It is a
strategic and systematic approach to ensuring
a sustainable workforce. Workforce planning
allows employers to plan better for current
and future workforce issues, deploy staff and
better organize job designs, reduce turnover
and offer more flexibility.
Current workforce trends show that aging
demographics, increased mobility and the
educational system are some of the factors
influencing workforce turnover. When
employees leave a company, they take away
the knowledge and experience that has been
invested, creating a skills void and the need for
reinvestment in time and resources to fill that
gap. Economic challenges affect the business’
confidence in taking on more apprentices,
and may also result in a hiring freeze or even
downsizing to cut cost. Without workforce
planning, an organisation may suffer a severe
skill shortage in the wake of these happenings.
A diverse range of activities constitute
workforce planning; talent management,
succession planning, skills audit analysis,
recruitment and retention planning, job design
and career planning among others.
1. Identify and analyse current workforce
issues.
Before planning begins, the organisational
strategy needs to be reviewed and must form
the basis from which all strategies are created
and implemented. From this perspective,
employers can understand the strategic
position of the current workforce and what is
required to meet the organisational goals. Are
the work force challenges brought on due to
changes in the organisations strategic plan?
Or are they externally influenced by changing
workforce demographics or budget

Workforce Planning
& Sustainability: Get it Right
By: Kuukuah Baiden

cuts? Employers can then analyse the current
labour demand and supply situation. Trends
in turnover, mobility, compensation and
role values are identified and used to make
a projection of the expected workforce after
planning. These projections must be discussed
with business leaders and should be open to
changes as it will most likely be refined along
the way.
Most employers realise that their current
workforce may require a certain level of
skill alignment to sharpen their ‘tools’ for
productivity and goal attainment. A skills
gap analysis is the most efficient way to plan
for this. Remember that skills are not always
in deficit and can also be in excess where
resources will have to be moved to other key
roles. Career development programmes are
comprehensive tools used by HR managers to
close employee skill gaps.

2. Define workforce goals and
requirements
Goals must be precise and focus on matters
that are critical to business growth. A good
example for a clear and common goal is reduction in employee turnover. The workforce
requirements must then be defined to reach
the desired outcomes - develop employee
compensation and benefits plan to support
new strategy, redefine recruiting system to
be aligned with corporate values. As always,
goals or objectives have to be SMART (specific,
measurable, attainable, result oriented
and timely). Are your goals well defined or
generalised and lacking a definite target? Can
your team measure the value of this goal and
use indicators to quantify the success rate?
Looking at current constraints, are your goals
attainable or they do they barely push your
team out of the comfort zone.

| www.hrfocusmagazine.com

3. Build strategies
From problem analysis and goal identification
comes strategy building to create a road map
to achieving the set goals. Will the talent needs
be met internally through development plans
or will they be bought?
Are there alternative ways to achieve these
goals to minimize cost without compromising
on quality or success rates? Building strategies
require a lot of brainstorming with business
leaders to arrive at the most suitable decisions
considering factors such as available resources,
cost implications, time frame, and risk
elements, among others. A good strategy
adopts a more rounded approach and takes
account of the interrelated nature of workforce
issues. Employers are encouraged to adopt
‘strategy clusters’ where possible, to favour a
more comprehensive solution to workforce
issues which usually do not stand in isolation.

www.hrfocusmagazine.com |

Unlike single based strategies which only focus
on one problem and its proposed solution,
strategy clusters group the identified problems
and offers innovative holistic solutions.
Strategies of this nature must be seen as
projects on their own, with a project leader and
an appointed team to introduce, implement
and evaluate the strategy turned project.
Stakeholders must be given the necessary
details to gain their buy–in and establish their
key roles. Pay special attention to recruiting
procedures, on boarding and informal training
programmes. Benchmark your processes with
other organisations in the same industry.
Most workforce issues have been experienced
before and so there will most likely be a preexisting solution that just needs adaptation to
your specific needs. Create succession plans to
act as a cushion for employee turnovers. The
role of HR business partners cannot be over
emphasized here. Their efforts will be required
to translate these business plans into individual
agendas for people.

Monitoring of implementation plans should
be done on a regular basis and all throughout
the project. Most project owners wait until
full implementation to begin monitoring and
evaluation. This gives room for inconsistencies
and increases the risk of overlooking certain
key areas. Are staff members responding
well to training programmes? How much
time does it take to see results from such
development plans? What are the current cost
figures as against earlier projections made?
A flexible plan should be able to incorporate
the changes that are inevitably going to come
along the way.
5. Continuity
After all is said and done, how do we ensure
that this development plan is kept in motion?
Many projects begin with a desirable level
of commitment and drive but only a few are
sustained after a certain period. Set periodic
checks along the way and tie them in with
the organisational calendar. Managers and
business owners have the most influence in
any transition plan and in sustaining a desired
outcome. Adopt the use of constructive
feedback based on work rather than the
individual or your emotions. Change processes
require ample time and flexibility so employees
must be given the opportunity and support to
get it right. Be open to suggestions from all
employees and value their input, encouraging
a participative style of management.

HR/ Admin.
LAINE Services Limited
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He has a Boss Crush…

He is having a Dry Patch Moment

Hi HR,

Dear HR,

I am a female executive of my company and
I am afraid one of my male subordinates may
have a “crush” on me. Though he seemed
to address people, especially the ladies
affectionately, he seemed to have zeroed his
affections in on me. He calls me during the
weekends and sometimes late at night, just
to check on me. I thought it was something
he did to everybody. But my investigations
proved otherwise. I don’t feel comfortable and
I would appreciate if he would “back off.” The
question now is how do I ward him off politely
without offending him?

My issue is simple yet complicated. We have
this employee who has been working with us
for the past five years but he is experiencing
a dry patch. It would have been easier if he
wasn’t good with his job, but he is. However, he
seems to have lost the zeal and excitement he
had before. When management got to know,
he was given some time off to reset. He went
on a holiday for a while, came back hoping
“to catch the fire” once again, but the flame is
gone. He is not as productive as he was before
and some have suggested that we let him go.

HR: We spend about 70% of our time at work
and there is the natural tendency to be fond
of people you spend so much time with. Some
people are more affectionate than others and
may not realise the discomfort it presents to
another person. At the workplace, we have
to remember that there are ‘professional’
boundaries to be maintained to avoid facing
an uncomfortable situation that may hinder
the flow of work. In a situation such as yours,
I would advise that you avoid having late
night conversations except if it is very urgent.
Messages that are affectionate should be
ignored without reprimand. Maintain a friendly
but professional aura and treat the colleague in
question just like everyone else to carry on the
message that you intend to stay on a neutral
ground with him. The ‘crush’ should eventually
wear off as most crushes do when they are not
encouraged by the other party.

The argument is that if he tries some other
place, totally different from what he is used
to, he may recover. Some also think that we
should let him stay on and hope he makes a
turn around since he is a good employee. Can
you help us make a decision we would not
regret?
HR: Firstly, I would suggest that management
talks to the employee, preferably the HR
manager or somebody who is sensitive to
such situations. Try to understand what is
causing this slump in his attitude and work
performance. If it seems not be related to his
personal life, then you may want to take into
consideration any recent changes that may
have happened at work. Change processes
affect us all differently and bearing in mind that
we are creatures of habit, we need to consider
how change would affect every stakeholder
and measures should be put in place to ensure
that it doesn’t negatively affect workflow.
Once all these odds are cancelled out and the
problem still exists, then the employee is most
likely experiencing what is termed as a ‘Burn–

out’. This is a state of emotional, mental, and
physical exhaustion caused by excessive and
prolonged stress. The American Psychological
Association describes job burnout as “an
extended period of time where someone
experiences exhaustion and a lack of interest
in things, resulting in a decline in their job
performance.” Most people start of their new
jobs with much zeal and a seemingly endless
motivation to succeed. But it is not uncommon
to hit this dry patch following multiple chronic
stressors over an extended period of time
leaving the individual totally drained and no
longer performing at his best. Other symptoms
may include feelings of shame and doubt,
neglect in personal care, decreased immunity
to illness, cynicism, and a reduced interest in
social interactions.
Take time out to talk to the employee about
recent changes in performance, taking extra
interest in their own perception of their
performance. Identify previous attitudes to
work or motivators that are no longer present.
Discuss new areas that could be of interest to
the employee and what could serve as a new
challenge that would incite a fresh perspective
and associated sense of achievement. Try to
look out for new opportunities for personal
and/or professional growth, taking advantage
of job rotation schedules to introduce cross
training. These should help the employee to
come out of the old routine which may no
more be of interest and identify areas where
his skills will serve better. Maintain an open
and regular communication system with the
employee, providing guidance and mapping
out the road to success.
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Spicing Up Your

Corporate Wardrobe

By Afua Safoa

I

t is a new year and this means another
opportunity to change everything about you
including your clothing. Clothes are some of
the things most people hardly consider when
making a list of important changes they need
to make in their lives. Especially in our part of
the world where you can wear the same type
of clothes throughout the year, people barely
give a thought to what they wear to work.
It is high time we give a certain measure of
priority to how we look because like it or
not, what we wear tells a lot about us. Aside
that it also has a degree of influence on our
productivity. How? Well according to Dr. Karen
Pine, Professor of Psychology at Hertfordshire
and Fashion Psychologist, “When we put on an
item of clothing, it is common for the wearer
to adopt the characteristics associated with
that garment. A lot of clothing has symbolic
meaning for us, whether it is ‘professional work
attire’ or ‘relaxing weekend wear,’ so when we
put it on, we prime the brain to behave in ways
consistent with that meaning.”
The professor could not have put it any better.
Now, you have the opportunity to spice up
your corporate wardrobe for 2015 with these
tips…
Add Some Colour
The plain old clothes will not work this year. You
may not know but colour has a psychological

impact on you, the people you encounter daily
as well as your business. Can you imagine the
kind of magic that was created after darkness
hovered in the deep for so long, and God said
let there be light? That is what colour does
to a person; it gives you a certain feeling of
freshness and confidence. A very good reason
why you need to lighten up your colour codes
this year. I am not saying drop those boring
monochromatic garbs if you cannot afford to,
but you can add a little bit of tint to make it
better.
Add Some Traditional Twist
I believe the Friday Wear concept, which
ensures that Corporate Ghana sheds its
western clothes and wear traditional outfits on
Fridays, has come to stay. This practice however
relegates the wearing of traditional outfits to a
particular occasion which should not be the
case. In your quest to style yourself this year,
I would recommend that you put traditional
clothes as one of your top priorities.
If you are thinking of how to achieve this, do
not look any further. The blooming fashion
industry in Ghana will give you a tall list if
varieties to choose from. Now shoes, bags,
scarves, suits, dresses, purses etc. have all been
given an African twist. You do not have to wear
your outfit in monochrome anymore. Add a
little bit of a traditional cloth to your outfits to

create something different yet acceptable in
your line of work.
Add Some Style
So you may be wondering what I mean by
style after talking about colour and African
tradition. The thing is if you are not stylish,
then you are not in vogue period! How do I
mean? For example, the era of baggy jeans is
gone. People would tend to think you are out
of sync with fashion if you are seen wearing
them today.

Interview
Day

H

e checks the time on his alarm clock and
it is 4:36am. Still sleepy, he makes his way
to his bathroom to shower and prepare
for his big day. For some, it might be a normal
thing but for him, considering how long he
has waited for this moment, he knew he could
not let anything go wrong. After some few
minutes, he comes out of the bathroom and
makes his way to the side table to check the
time again. The time reads “4:58am.”

You may choose to ignore people’s opinion
regarding your style. However, you cannot do
that when it has to do with your work. Image
is everything when it comes to business. That
is why some sections of the corporate world
are mandated to dress up a certain way. What
image do you think you will be sending to your
clients if you work in an industry that thrives
on innovation and creativity and your clothes
look like you shop in the 18th century? You got
that right!

She twists and turns in her bed. A knock and
shout on the bed wakes her up. She does not
move but lays there and stares at the ceiling.
Stretching, the knock comes through again
and this time round, harder. Her mother shouts,
“You will be late. Wake up, it’s almost 6am.” She
stretches one last time and lazily drags herself
from her bed. She goes to check the time and
it is 5:41am. She yawns and makes her way to
the bathroom.

So there you have it. This year, add some colour
and tradition to your corporate outfit. But
remember that your wardrobe will never be
complete if it lacks the style to spice it up.

Kwame, fully dressed in a fine suit and tie with
a piece of paper in his hand, sits and waits
almost impatiently. He checks his watch and
then gets up to go. The time reads, “6:01am.”
Nana Ama, now done with getting dressed,
goes to the dining hall and takes in some
breakfast with her family. They pray for her and
then she leaves the house too. The time reads
“7:10am”
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Outside of an office edifice, a taxi parks and
Kwame gets down beaming with confidence.
He sees a few other people around but asks
no question and walks straight inside the
building. They watch him as he walks inside.
Some few minutes later, another taxi halts and
Nana Ama gets down with confidence too. She
looks around and sees other people, greets
them, politely asks about where the interview
is taking place and is directed there. She enters
another office building altogether.
In the building Kwame entered, he sits and
waits for some few hours but no one walks by.
He starts getting nervous. He fidgets with his
phone in anticipation of someone walking in
anytime. He keeps thinking to himself, “This
must be the place. It sure must be.” After some
few more minutes without anyone coming
into the building, he decides to walk out and
ask around for where the interview is taking
place. The security guard at the place directs
him to where Nana Ama went. Hurriedly, he
walks inside the building.
Upon entering the building, he sees Nana Ama
and a few others being tutored. They all turn to
look at him. His nervousness turns into sweat
and increased heartbeat. He asks, “Is this where
the interview is taking place?” The man who
appears to be tutoring them politely replies,

By Kofi Effraim

“Sorry, sir. You’re late and we will no longer
need your services.” Kwame retorts, “Sorry sir,
but I have been here for the past 2 hours. I
happened to have waited in the wrong room.”
“That was the interview.” The man tells him.
“We wanted to see who amongst you had
what it takes to be employed and trained. You
never greeted nor asked any question when
you came down from the car. You just walked
past all of us. You failed the interview.” Kwame
is shell shocked. “We are a customer service
based company and we love to work with
people who have courtesy. You do not seem
like one. Try again another time. You may leave
now. Thank you.” The man added.
Without saying a word, he slowly turns and
walks away dejectedly.
Lesson: Your CV will get you the interview but
your character and or
courtesy will get you the job.
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Workforce Management (The Pawns)
By: Owusu Safoa

T

he game of chess is a very strategic one.
There are different characters and each
has a role to play in order to draw a
win. There is the King, Queen, Knight, Bishop,
Rook and the Pawns. The pawns are the most
numerous pieces in the game, and in most
circumstances, also the weakest. While having
limited mobility and being the least valuable
piece, a pawn has a large potential and,
together with other pawns, defines the course
of the game.
If Pawns Were Workers…
We can relate the character of the pawn
in an organisation to employees who do
not hold managerial positions. These are
the people who do not have any special
qualifications - they are mostly factory hands
in organisations that manufacture goods,
and the first to be considered for termination
anytime the company wants to lay people off.
That notwithstanding, these employees are
the driving force of every organisation. After

1

management has strategized, they are the
ones on whom management falls to execute
the action.
Why They Matter
How can management utilize these employees
for effective organisational performance? The
simple answer is to train them, make them feel
a part of the organisation, hear their grievances
and give them a concrete social security plan
since they are prone to accidents. What will
be the essence of strategizing when there are
no executors to put ideas into action? Some
players do not seem to be aware that the
loss of a single pawn in the opening, without
obtaining any visible compensation for it, is
enough to lose a chess game and this is the
same for any business.
Future Of The Pawns
In the game of chess, should a pawn get all the
way across the board to reach the opponent’s
edge of the table, it will be promoted to

either a queen, knight, bishop or a rook. This
means, hard work pays! With the recent rise
in technology and industries seeking to go
hi-tech, employees must look for other ways
and avenues to develop themselves. I foresee
the ‘pawns’ being replaced with robots as
has already happened with a water bottling
company in Ghana. Robots do the jobs,
they have been programmed to do without
questioning, and when they are involved in
an accident, you fix them or throw them away.
Humans, on the other hand, do not follow
instructions sometimes and are prone to
accidents, but how about being the employee
who operates the robot?
As was discussed in the June 2012 edition of the
HR Focus magazine, employee development
is not just an HR function but the employee’s
as well. So do not get comfortable with your
position or role, upgrade yourself before your
job gets outsourced to robots or you lose it to
a better candidate..

BITES ON THE RUN
Grilled Ham & Cheese
Sandwich
Ingredients
8 frozen toaster waffles
1 tablespoon mustard (optional)
1/2 pound sliced ham
1/4 pound yellow cheese, thinly sliced
4 tablespoons unsalted butter

Impossible Peanut Butter
Cookies

2

Ingredients
1 cup peanut butter (your choice, smooth or
chunky)
1 cup granulated sugar
1 large egg
Sugar for rolling (optional)

Directions
1. Place 4 of the waffles on a work surface.
Spread one side of each with the mustard (if
using).

4. Cook, pressing occasionally with the back
of a spatula, until the cheese melts and the
waffles are golden, 3 to 4 minutes on each
side.

2. Top with the ham, cheese, and remaining
waffles. Spread the top of each sandwich with
½ tablespoon of the butter.

www.realsimple.com

3. Melt the remaining 2 tablespoons butter in
a large nonstick skillet over medium heat. Add
the sandwiches, buttered-side up.
Directions
1. Mix peanut butter, sugar, and egg together
until smooth.

5. Do not brown; do not over bake
www.food.com

2. Drop by teaspoon onto cookie sheet two
inches apart. If desired, roll in extra sugar
before placing on cookie sheet.
3. Press with fork; press again in opposite
direction.

Monumental

Leaders

W

e have all heard the stories of the
Seven Wonders of the World – a
collection of great monumental
structures that were built by men of old,
leaving a remarkable imprint on history.
Whatever inspired these people to erect
these monuments must have been enormous
because several years down the line; people
are still in awe of these grand structures.
Nevertheless, structures are not the only things
that have left some impressions on history.
People have and continue to do outstanding
things that are worthy of mention. One may
wonder what characteristics these people
possess that makes them do things out of the
ordinary. Here are a few…
They make their Visions a Reality
Everybody has the tendency of dreaming but
making that dream a reality is what separates
the ordinary person from a monumental
leader. After going through series of rejections
by several financial institutions, Mr. Kofi
Amoabeng conceptualized his own idea
for businesses and entrepreneurs who were
faced with challenges of start-up capital. With
seed money of GHC 25, 000, Mr. Amoabeng,
together with his partner, established Unique
Trust Financial Services. Getting people to buy
into his idea was initially difficult, however
with time, people began to buy into the brand

4. Bake 10 to 12 minutes at 350 degrees
Fahrenheit.
| www.hrfocusmagazine.com
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promise of “A loan in less than 48 hours,” and
the rest, they say, is history. Today, UT Financial
Services has transformed into a bank with a
turnover of about USD 55.5 million.
When you start something, there is the
tendency for people not to appreciate or
understand it. As a leader, you do not need
such pessimism. Just believe in what you are
doing and with time, the people who criticized
you will be your admirers.
They Fail, but they Try Again
Most leaders will tell you that they failed the first
time they tried something, but with constant
perseverance, they succeeded. Dr. Theresa
Beeko is an example of such a leader. The first
time she tried her own business in fishing, she
failed miserably, indebted to the tune of about
USD 2.5 million at the age of twenty-five.
However, that did not perturb her; she went
back to school and acquired a Masters degree
in Business Administration. After that she went
on the path of real estate development. Today,
her company, Manet Group, is the second
largest real estate developer in Ghana.
As a leader, you should be familiar with failure
and accept it when it comes. What you do after
you have failed is what tells your worth, not
when you are successful.

They see Opportunity
What comes to mind when you hear the word
waste? The first time I heard about a waste
disposal company in Ghana I was shocked.
“Who would want to establish a “borla”
company?” I said. Some few years later, when
I saw the head office of Zoomlion Company, I
had to eat my own words because it was not
about the “borla” but the wealth that came
with it. I believe that is exactly what Mr. Joseph
Siaw Adjepong, the founder of the company,
saw when he decided to go into such an “offbeat” business.
Seeing opportunities and taking advantage of
them is another characteristic a monumental
leader possesses. Whereas people are laid back
and would want to count all the risks involved
in a venture, leaders would launch into the
deep, sometimes, not thinking about the
consequences involved.
So here is the thing, history will always
remember you for your deeds whether good
or bad. The question you need to ask yourself
is this, “How do I want to be remembered long
after I am gone?” “What will be my legacy?”
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Technology

& Business
Sustainability

Demystified
By: Kofi Arhin

I

n 1975, Bill Gates and Paul Allen partnered to
set up Microsoft. Their vision was “huge” —
a computer on every desktop and in every
home. Thirty-five years later, computers are not
just in our homes, they are everywhere; in our
hands, at our workplaces, hospitals, shopping
malls, etc.
Before we go ahead, let us set up a common
ground: Drawing from various definitions of
technology, we shall agree that by definition,
technology is any tool (whether hardware or
software) designed from scientific knowledge
that helps to make work and general life
easier. Examples of technologies used in
organisations include phones, computers,
printers, data centres, human resource
management software, among others.
Like Microsoft and other businesses,
technology start-ups have sought to flood
the global market with their inventions. It
has become seemingly impossible to live
without technology. Perhaps, one of the
innumerable reasons why technology has
become so pervasive is its ability to simplify
to some extent, very complex and somewhat
difficult tasks. Does this mean that the more
technology one has the better? Technology’s
relevance to discussions in the field of human
resources cannot be overemphasized. In
one way or the other, technology is created,
used, and managed by human resources with
differing expertise. Here, we will discuss the
role technology plays in sustaining businesses.
To help this discussion, we will borrow from
Nolan & McFarlan’s grid classification of
technology dependency. The grid has four
components namely; the Factory Mode, the
Strategic Mode, the Support Mode and the
Turnaround Mode. Every organization belongs
to one of these four quadrants.

An organization in the Factory Mode quadrant
is one that has a high dependency on
technology. However, unlike the Strategic
mode, technology has a low strategic impact
on the business. A low strategic impact means
that the use of technology does not result in
any significant increase in business process
outcomes, volumes or profit margins. Let us
imagine a restaurant that has its menu saved
on iPads. So instead of a printed menu, a waiter
or waitress walks up to you and presents you
with an iPad from which to select your order.
Aside handling “interesting” customers, the
staff of this restaurant will be preoccupied
with making sure that all iPads are charged,
software is upgraded, etc. To top all that,
“operating an iPad” will be added to the list
of job requirements. Some organisations
in this quadrant have a close-to-innovative
appearance but a constructive analysis will
reveal that perhaps investment in technology
is not the way to go.
In the Strategic Mode quadrant, organisations
have a high dependency on technology. In
addition, technology has a high strategic
impact on the organization. A high
strategic impact means that the increased
use of technology directly contributes to
increased profit margins, business volumes,
etc. Organisations in this category require
robust systems to ensure that technology
interruptions are minimal. In this case the more
technology, the better. For instance, Netflix
is an online movie rental company. Their
business model is such that, their movies are
stored online and made available to customers
for rent on demand. In this case they will need
to invest in software, servers, security systems,
and the like to keep their competitive edge.
Organisations in the Turnaround Mode

quadrant are those who currently operate with
a low dependency on technology. However, if
technology is acquired, it has the potential to
tremendously improve business processes and
profit margins. Although some organisations
in this quadrant may have identified the need
to acquire technology, setbacks like lack of
funds, may prevent them from doing so. Take
a traditional coconut seller whose only tool is a
cutlass. If he or she is able to serve one hundred
customers every sixty minutes, he can increase
his output by acquiring for example a coconutcutting machine. This will ultimately lead to
reduced customer-waiting-time, increased
profits, among others.
An organisation in the Support Mode
quadrant has a low need for technology.
Technology is also believed to have a low
strategic impact on the operations of the
organisation. Organisations in this quadrant
do not need technology to thrive. In some
cases technology only plays a supporting role
in the business process. As mentioned earlier,
technology has become so pervasive that it is
difficult to identify organisations that fall in this
quadrant.
To conclude this discussion, organisations must
first find out which of these four quadrants
they belong to before allocating funds for
the procurement of technology. Evidently,
this will play a vital role in determining the
sustainability of a business.

Head, Product Development,
Seven Interactive
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This Is Why
You Should
Eat

S

w
a
p
Paw

ure, you know that pawpaw is a fruit; you
rightfully assume it’s good for you, but
do you know that the benefits of eating
pawpaw go far beyond the generic boost of
vitamin C.

of hair care products containing papaya as
its major ingredients. Papaya can also help in
creating the volume by nourishing the hair
shaft. Other papaya benefits for hair are listed
below:

Papaya fruit is an excellent source of dietary
fiber, folate, vitamin A, C and E. It also contains
small amounts of calcium, iron, riboflavin,
thiamine and niacine. It is also very rich in
antioxidant nutrients flavonoids and carotenes,
and low in calories and sodium.

1. Rich in nutrients, papaya may help prevent
balding, thus helping boost growth and
strength of the hair.

Skin Benefits Of Papaya:
Papaya, which is rich in so many healthy
components, is best for skin care as it promises
and works to provide you with healthy and
glowing skin.
1. Being a good source of Vitamin A and
Papain, this fruit helps in removing dead skin
cells along with breaking down the inactive
proteins.
2. The best feature of papaya is its ‘Low Sodium
Quality’, thus resulting in very little retention of
water. In simple words it means, it helps you
keep your skin hydrated.
3. Papaya is actually a wholesome fruit as it
contains more Carotene when compared to
other fruits like apple, custard apple, guava and
plantains. Not being an expensive fruit, papaya
is a common man’s fruit which is beneficial in
many ways.
Hair Benefits Of Papaya:
Apart from amazing skin care benefits,
papaya is also useful when it comes to hair
care. According to hair care professionals, the
benefits of papaya for hair can be gained by
eating the fruit regularly or by the regular use

2. Papaya is also used for controlling dandruff.

Invest in
Treasury
3. Papaya also helps in boosting the immunity
system of our body. The presence of Betacarotene in papaya is required for the proper
functioning and boosting of the immune
system.
4. Papaya also prevents the body from recurrent
ear infections, cold and flu.

3. Papaya being rich in minerals, vitamins and
enzymes also helps in removing the dirt, oil
and chemical build up from the hair in a very
safe way.

5. Papaya also provides protection against heart
diseases. As it is rich in nutrients too, it helps in
preventing the oxidation of cholesterol, which
helps in preventing the cause of heart attacks
or strokes.

4. Papaya leaf extracts can be used as a
conditioner for adding shine to dull, unruly and
lifeless hair.

6. Papaya can also heal external wounds. The
pulp of this fruit can be applied directly on the
wounds.

5. Using papaya hair mask can result into thick,
strong, shiny and healthy hair.

7. If one suffers from respiratory disorders like
cough, bronchitis and breathlessness, then
papaya can be helpful as it contains latex
which is useful in the respiratory disorders.

Health Benefits Of Papaya:
Papaya benefits are not just limited to skin
and hair care. Several researches conducted
on papaya also showed a lot of its medicinal
properties. Many scientists have successfully
concluded that papaya is beneficial for health
related problems and some diseases too.
1. Papaya acts as an antidote for hypertension.
This is one of the most popular health benefits
of papaya. The rich amount of potassium in
papaya helps in keeping the blood pressure
in check along with improving the mental
alertness.

Bills

cause of vision loss in older adults.

8. Papaya can also help you from cancer.
Papaya’s fiber is able to bind to cancer-causing
toxins in the colon, thus keeping them from
harming healthy colon cells.
These are the numerous skin, hair and health
benefits provided by papaya and its juice.
Though the results are not instant, once they
are achieved, they are permanent.

2. Another of the most important papaya
health benefit is that it can help improve
eyesight. Consuming three or more servings
per day may keep your eyesight normal, along
with improving and lowering the primary

By: Revina Acheampong

Q

uite often, there are talks about using
treasury securities, say Treasury bills,
as the “baseline” for what your money
can return with no risk. Yet, to the beginning
investor, these items are a bit unclear: what
are they? How are the returns? How can an
individual investor get them?
Treasury bills are short term, usually less than
one year, typically three months, maturity
promissory note issued by the government
as a primary instrument for regulating money
supply and raising funds via open market
operations.
In Ghana, Treasury bills are issued by the Bank
of Ghana on behalf of the government. T-bills,
as they are commonly called, do not pay any
interest directly; instead, they are sold at a
discount of their face value and thus “earn” by
selling at face value upon maturity. The rate of
return is thus the annualized return that a given
T-bill will have when comparing the amount
paid for a T-bill, what it will be worth upon
maturity, and how long it takes to mature.
This yield is closely watched by financial
markets and affects the yield on corporate
bonds and bank interest rates. Although
their yield is lower than other securities with
similar maturities, T-bills are very popular with
institutional investors because, being backed
by the government’s full faith and credit, they
come closest to a risk free investment.
This is how it works: Treasury bills have a face
value of a certain amount, which is what they
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are actually worth, but they are purchased for
a price that is less than their face value; when
they mature, the government pays the holder
the full face value. Effectively, your interest is
the difference between the purchase price
of the security and what you get at maturity.
For example, a bill may be worth GHC1000,
but you would buy it for GHC960. Every bill
has a specified maturity date, which is when
you receive money back. The government
then pays you the full price of the bill - in this
case GHC1000 - and you earn GHC40 from
your investment. The amount that you earn is
considered interest, or your payment for the
loan of your money. The difference between
the value of the bill and the amount you pay
for it is called the discount rate, and is set as
a percentage. In the example above, the
discount rate is 4 percent, because GHC40 is
4 percent of GHC1000. What you note is that
the interest rate payable depends on how long
you lent your money for.
After the money has matured, you can decide
on the following;
•

take all your original money together with
the interest.

•

continue with the investment (roll over
the principal) and take your interest.

•

roll over both the principal and interest.

The biggest reason why T-Bills are so popular
is that they are one of the few money

market instruments that are affordable to
the individual investors (You can start with as
low as GHC10). Other positives are that T-bills
are considered to be the safest investments
because government backs them. Treasury
bills are risk free. They can easily be converted
into cash. Interest earned is higher than
bank savings account rates. There are no
transactions cost and for most banks, they can
be used as collateral.
The only downside to T-bills is that you will not
get a great return: Corporate bonds, certificates
of deposit and money market funds will often
give higher rates of interest. What is more, you
might not get back all of your investment if
you cash out before the maturity date.
Anyone above 18 years can buy treasury bills at
any bank that offers Treasury bill services. Also,
you can buy treasury bills for a person less than
18 years (a minor) and hold it in trust for him
or her. Additionally, it can be held in trust for
family members, friends or organisations.
With all this on the plate, you know you have
no reason not to invest!

PR Executive,
L’AINE Services
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The

Strategic
Workforce
Planning

“A proven and unique framework for strategic
workforce planning helps organisations to
analyse how effectively their current workforce
is bringing their strategy to life,”

O

ne size definitely does not fit all –
especially when it comes to the
workforce. This kind of mindset does
not pay sufficient attention to role demands
and the organisational hierarchies that
determine the strategic perspective required
from respective positions.
While direct people costs make up an average
of 40 percent of organisational costs, almost
half of the workforce is in complex, knowledgeintensive roles that are fundamental to the
success and profitability of their organisations.
The cost therefore of getting workforce
planning wrong can be significant.
Integrating workforce supply and demand
analysis into the strategic planning cycle
ensures organisations have the ‘five rights’- the
right number of people, with the right skills,
in the right place, at the right level and at the
right cost – in other words, strategic workforce
planning (SWP).
A Recent Hay Group research, which surveyed
over 1 400 HR professionals and senior
management from around the world, found
that the cost-cutting and efficiency priorities –
introduced to weather the economic storm of
recent years – have now evolved to a focus on

driving performance and growth. Meanwhile,
the emerging HR concerns for the years ahead
lie around developing the workforce and
ensuring the right people are in the right roles
and doing the right work.
“As market demands continue to change,
organisational success will hinge on HR’s
ability to connect human capital decisions
with business strategy. HR will need to stop
clinging to traditional processes and inefficient
silos and move toward an integrated approach
that links work and people to business results.
Such change is critical if HR is to transition to
an effective strategic business partner,” said
Phil Johnson, Hay Group’s Global Head of Work
Measurement.
The research highlights how HR will lag
behind management expectations if a holistic
approach to people management - based on
a framework of understanding work - is not
adopted. Jobs are at the heart of HR processes,
therefore it is crucial to analyse work if people
resources are to be best deployed to deliver on
business objectives.
“Many industries face critical shortages of
essential talent, while others struggle to define
the shape of the workforce they need in the

midst of major and rapid change, where having
the correct workforce in place is the critical gap
between success and failure. Industry leaders
need to be able to address external challenges
and deliver their strategic plan,” said Lisete
Harris, Sector Head at Hay Group South Africa.
Workforce Trends
As work requirements evolve, the demands
on the workforce change too. A number of
trends are having an impact on the shape and
expectations of the workforce.
Aging – With 79 million baby boomers eligible
to retire and a generation of Xers only half their
number behind them, organisations are facing
a critical shortage of talent. Taking a strategic
and integrated approach involving all talent
management activities has the greatest chance
of minimising the impact of the demographic
realities.
Skills and qualifications gap – despite
investment in higher education, there are
significant gaps in skills in scientific, technical,
engineering and maths disciplines. Some
80 percent of the talent gap in organisations
stems from a lack of appropriately qualified
candidates.
Higher costs for scarce skills – linked to skills
| www.hrfocusmagazine.com
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By: Lisete Harris
gap, critical skills attract a market premium for
those organisations that fail to develop and
retain key skills.
Changing career patterns and expectations
– the traditional career with retirement in
a person’s early sixties has been replaced
with expectations of greater job fulfilment,
flexible employment patterns and a smoother
transition into retirement.
Workforce planning is not keeping up with
fast-moving workforce trends. The cost of
this failure is high both within organisations
and across the whole economy. Strategic
workforce planning provides the basis for
the talent required to deliver your strategy,
and to ensure that you integrate workforce
supply and demand analysis into the strategic
planning cycle, getting the right workforce in
place means addressing the five rights:
•

the right size (the right number of
people in the right roles spending the
right amount of time achieving given
outcomes);

•

the right shape (identify duplication
and inefficiency to establish the right
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balance of admin to professionals, junior
to seniors, experienced staff to new hires);
•

the right cost (benchmark pay and reward
to pay the right price for required skills);

•

the right place (ensure the required
staff resources are available in the right
location to meet the current and future
workload);

•

and the right skills (assess the gaps in
the competencies and skills that will be
needed to meet future goals.

“A proven and unique framework for strategic
workforce planning helps organisations
to analyse how effectively their current
workforce is bringing their strategy to life,”
said Harris. “Examining current structures and
benchmarking their organisation against
their peers and successful companies helps
them to understand the gaps or overcapacity
in the required workforce. Analysis of the
organisation’s needs identifies the ideal
size, shape, location, skills and cost of their
workforce, which allows companies to make
the necessary changes, implement the new
structures and secure the required capability.”

”Organisations are largely limiting work
measurement systems to the setting of base
pay and for grading purposes, said Harris. “We
are starting to see more companies use work
measurement to support succession planning,
career pathing and other talent management
decisions, and as a job and organisation
design diagnostic - but most are missing
out on its true value. Used to its full extent,
work measurement can feed enormously
powerful information into strategic decisions
and improve the overall efficiency of the
organisation. Understanding people and work
is at the core of what we see as next generation
strategic HR.”

Sector Head,
Hay Group
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The Challenge of
Managing People

By: Sandy Kojo Andah

H

uman resource experts acknowledge
the fact that management enables the
organisation to contribute a needed
objective to society, the economy and the
individual. Some of them like Peter Drucker go
on further to equate management to people.
Other management gurus also observe that
“organisation’s success or failure is almost
always due to the human factor.” Managing
people at whatever level and purpose includes
dealing with their peculiarities, unpredictable
nature, idiosyncrasies, emotions, attitudes and
psychological frame of mind.
Managing people is challenging because the
system in which they work has its own culture
and climate and is constantly changing; the
people themselves have their own beliefs,
values and influences impinging on them,
and the manager as a person also has his or
her own style of management and training.
This combination is complex and challenging
because it creates its own synergy. Behind
every action or document in an organisation,
there are people who help to achieve an
organisation’s goals and objectives. If people

are handled considerately and humanely,
they will give off their best in attaining
organisational goals.
People are different
Managers who have a lackadaisical approach
to the people factor in their organisations
may not have taken cognizance of the import
of handling their ‘people’. People are in
themselves micro-organisms with their own
set of resources, constraints and purposes.
They bring their own values, perceptions, and
attitudes to bear on organisations, systems and
styles of management. A well-trained, highly
motivated employee really makes a difference
in terms of improving productivity and quality,
which are two major organizational goals.
The interpersonal factor
According to the Carnegie Foundation,
personal qualities account for eighty five
percent of factors contributing to job success,
while technical knowledge contributes a
mere fifteen percent. Further evidence of the
importance of human resource as compared

to the other resources at the disposal of a
manager by The US Congressional Hearing on
Human Factors in Technological Innovation,
Productivity Improvement and National
science foundation shows that Japanese
automakers are more productive than
US automakers because of collaborative
management and employee relationship and
not because of robots being used.
In an interview with the late Professor
Kwapong on his achievements, Professor
Kwapong remarked that “the minimum
qualification needed to be a good leader is not
intellectual capacity but the capability to work
with people, the modesty to understand one’s
own limitations and to do one’s homework.” So
some of our leaders know the importance of
working with people and this may have been a
contributory factor to their successes.
It is therefore imperative for managers to
develop interpersonal skills in addition to
conceptual and technical skills. They should
make an effort to study and understand their
humans as intensely as they study their field of
expertise. Good managers of human resource
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will therefore discover inherent qualities in
people and tap them for the good of the
organisation.
Characteristics and challenges
It is difficult to manage people in economically
challenging times. Managers know that
subventions are woefully inadequate therefore
what moral authority will they have for
disciplining a subordinate who informs you
that because of lack of funds they walked to
work and was thus late? As a manager, you will
have the power to discipline for tardiness but
will you feel morally right for disciplining?
National cultures are easier to recognize than
to define. Our national culture affects our
personal attitudes towards matters such as
wealth accumulation, ethnicity, ethical issues
and respect for authority and elders.
Attitude towards wealth
Our attitude towards wealth accumulation
makes managing people difficult in Ghanaian
organisations. Anyone in position is supposed
to have money or is supposed to use their
position to acquire wealth. People therefore
find ways and means to live up to these
expectations. The means used are often
questionable. We therefore have to deal with
corruption in our organisations.
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Nepotism
Some Ghanaians in positions of authority
have a tendency to employ members of their
own ethnic group or relations (nepotism). This
practice often affects disciplinary actions. The
manager who encourages ethnicity is often not
able to take an objective action in disciplinary
issues. These things do not only happen in the
informal sector but also in institutions with a
board and well defined systems and structures.
When this happens the leader does not get the
full cooperation of other members of staff who
see a clear bias in favour of the leader’s ethnic
group.

Respect for authority
Ghanaians generally have the culture of
respecting elders and those in authority. How
does this pose a problem or challenge for
managing people in Ghanaian organizations?
It poses a problem for some managers who
have subordinates much older than they are.
They might find it difficult to issue instructions
and directives to such people, and this can
impede the flow of work in the organisation.
Our culture does not encourage us to
challenge our elders or those in authority. We
therefore find it difficult to point out a leader’s
mistakes, which can lead to sycophancy.

Ethical Issues
At the heart of public sector human resource
management there are issues of fairness,
justice, social responsibility and accountability.
Managing people becomes challenging
when people have poor work habits. Their
attitude is that they do not feel any personal
responsibility for their work and actions. This
attitude and behaviour is portrayed when an
employee comes to work late, when shoddy
work is produced and time for work is devoted
to other personal duties. It becomes difficult to
manage people who exhibit such behaviour
since the objectives of the organisation will
definitely not be achieved.

The fact is if Ghanaian managers and their
organisations want to increase productivity,
first, the employees’ attitudes to work should
change and managers must rethink their
perception of their employees, regard them as
important, treat them
fairly and respectfully
and consult them as
much as possible in
matters that directly
affect them.

Training Consultant,
Skills Sharing Consult
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Get An

IT Policy
By Penuel Anoff

N

o matter how much freedom you choose
to give your staff, it is important to retain
some control over how technology is
used in your business. When you have control,
you can be confident that staff are not wasting
time, are complying with data protection laws
and that you have a proper structure within
which your business operates.
Once a company uses computers, email,
Internet, and software on a daily basis, they
should have Information Technology (IT)
policies in place. It is critical for a company to
protect itself by having policies to govern areas
such as personal internet and email usage,
security, software and hardware inventory,
and data retention. It is also important for the
business owner to know the potential lost time
and productivity at their business because of
personal internet usage.

1. Acceptable use of Technology:
Guidelines for the use of computers, fax
machines, telephones, internet, email, and
voicemail and the consequences for misuse.
2. Security:
Guidelines for passwords, levels of access to
the network, virus protection, confidentiality,
and usage of data.
3. Disaster Recovery:
Guidelines for data recovery in the event of a
disaster, and data backup methods.
4. Technology Standards:
Guidelines to determine the type of software,
hardware, and systems that will be purchased
and used at the company, including those that
are prohibited (for example, instant messenger
or mp3 music download software).

Your IT policy helps to establish this structure.
They describe how technology should be used
in your business so your employees know
what is and what is not allowed. In short, they
protect your company and staff.

5. Network Set up and Documentation:
Guidelines regarding how the network is
configured, how to add new employees to the
network, permission levels for employees, and
licensing of software.

Your IT policy does not need to run to hundreds
of pages or contain complicated legalese.
Ideally, they should cover the essentials and
be easily understood by employees. IT policies
should be documents your employees can
read, understand and put into practice.
Without written policies, there are no standards
to reference when status quo situations arise.

6. IT Services:
Guidelines to determine how technology
needs and problems will be addressed; who
in the organisation is responsible for employee
technical support, maintenance, installation,
and long-term technology planning.

Since these policies are completely necessary
for a business or company to have, what
exactly are the IT policies that every company
should have? There are six areas that need to
be addressed:

You may be overwhelmed by the thought of
creating IT policies, particularly if you do not
have a firm grasp of technology. The good news
is that you do not have to draft these policies
from scratch; there are several resources to
help you in this venture. All you need is to
research online and speak to the head of IT

in your company to help in putting the policy
into action. Most importantly, you need to
have policies with some teeth. They need to
work for your company and your employees,
and they need to be enforced. If you are not
sure how to do this, your company may
want to employ the services of a technology
consultant who can make recommendations
for policies according to how technology is
used on a daily basis for your business.
Every situation and company is different;
there is no one size fits all for IT policies. Every
business should, at the very least, have the
basics covered, but how they cover the basics
depends upon the company’s culture and
business needs.
Having policies and procedures simply for the
sake of saying you have them is useless. It may
make you feel better initially, but just wait until
an issue arises for which no policy exists.
Whatever you do, do not delay. It could cost
you. If you are hit with a major disaster and
have no recovery or backup policy in place,
you could lose valuable time, money and even
your business.

I.T Assistant
L’AINE Services Ltd.
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Listing
General Manager
Qualification
MBA, 5-10 years experience working, in a Manufacturing
industry

Providing Innovative Individual, Group &
Corporate Life Solutions
Head Office: C653/3 5th Crescent,
Asylum Down, Accra
P.O. Box 5783, Accra - North
Tel: 0302 258943 - 6
info@Starlife.com.gh
www.starlife.com.gh

Unilever Ghana Limited
Heavy Industrial Area, Publishing Rd
P.O. Box 721, Tema
Tel: +233 303 218 100
www.unileverghana.com

SIC Life Trust Finance Limited
Section 28, Block 15
Tudu, Accra
P.O. Box KN 4768, kaneshie - Accra
Tel: +233 (0) 302 687 086
enquiry@siclifetfl.com.gh
www. siclifetfl.com.gh

LAINE Services Limited
Tel: 0302 716986/ 716983/ 717039
Email: enquires@laineservices.com
Website: www.laineservices.com/
www.lainejobs.com

Kumasi: 0322 037325 Takoradi: 0312 031110

Visit our showroom or call us today.
Japan Motors Premises, Graphic Road
Email: sales@omanfofor.com
Tel: 0302 682240 - 1
Airport: Silver Star Towers Premises
P.O. Box 7101 Accra – Ghana
Email: salesbiz@omanfofor.com
info@omanfofor.com
Mob: 0244 310050

Will be responsible for overseeing the company’s operations.

3 years‚ experience working with Oracle Enterprise Asset
Management software and understanding of standard work
process

DuTIES
Perform assigned duties and responsibilities in a safe and
environmentally friendly manner.

He will have the entire admistration and operations under his
supervision must ensure that company goals are met in a timely
fashion by efficiently and effectively managing personnel and
resources.

Upkeep of the Fleet Maintenance in MEX ensuring that all
major plant items are kept up to date with the maintenance
scheduling and tasks.

Must be multi-tasking, have organisational, interpersonal and
leadership skills, as well as a thorough knowledge of customer
service delivery and related operations.

Monitor, check and liaise with workshop personnel and site
maintenance teams to ensure that work orders are raised
correctly and finished orders closed and properly documented.
Ensure that maintenance tasks for plant items are performed in
accordance with agreed plans and schedules

Visit our showroom or call us today
Japan Motors Premises, Graphic Road
Email: sales@omanfofor.com
Tel: 0302 682240 - 1
Airport: Silver Star Towers Premises
P.O. Box 7101 Accra – Ghana
Email: salesbiz@omanfofor.com
info@omanfofor.com
Mob: 0244 310050

DuTIES

Maintenance Planner
Qualification

Scancom Limited, Plot # 17&19
Ridge Towers, 10th - 12th Floor
6th Avenue, Ridge
P.O. Box 281, Intl. Trade Fair La,
Accra - Ghana
Toll-Free number: 111 | Phone: 024 4300000
customercare@mtn.com.gh
www.mtn.com.gh

For more information please email enquiries@laineservices.com or
Call: 0302 717039 or 0302 716986

Real Banking, Real Difference
The Royal Bank Limited
Adamafio Crescent, No. 5 Centenary Close,
South Legon
Main line: +233 (0)30 221 3561 - 4
www.theroyalbank.com.gh

Holiday Inn Accra Airport
PMB CT 97 Cantoments - Accra Ghana
Tel: +233 (0) 302 740 930
EMERO Central Reservation
+44 (0) 870 400 9121

Kumasi: 0322 037325 Takoradi: 0312 031110

No 44, Kinshasa Street, East Legon.
P. O. Box KA 9704, Airport Accra.
Tel: +233 302999055
Mobile:+233 262123083, +233 577666155

Email: info@learningorganisation.net or
Jacqueline@learningorganisation.net
Website: www.learningorganisation.net
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www.mtn.com.gh

SEND MONEY

RECEIVE MONEY

Pay bills. Save time with
MTN Mobile Money.
Register at any MTN Service Centre with a valid ID.

TM

mtngh

mtnghana

mtnghana

mtnghana

Welcome to the
New World of Better Money.
Scancom Ltd. A member of the MTN Group.

